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ABSTRACT 
 
This study provides an ethical and socio-cultural context within a turbulent economic and 
multicultural global environment in which to examine the values and beliefs of a racioethnic 
group of Millennials.  Our results describe what this group’s intentions are about fabricating their 
qualifications for their job search, which qualifications they intend to fabricate, and what their 
attitudes are concerning immigration and the entry of additional racioethnic workers into the 
extremely competitive U.S. workforce.  These attitudes may impact organizations’ ability to take 
advantage of strategic opportunities in a global environment. 
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INTRODUCTION 
 
ith the presence of four generations of workers in the United States workforce, there is increased 
potential for values conflict, different world views, and a myriad of approaches to decision-making and 
ethical behavior.  Much has been written about the ―Silent‖ or ―Great Generation,‖ with approximately 
50 million total members born between 1925 and 1942, as well as about the 78.2 million Baby Boomers (born 
between 1945 and 1964) and the 51 million Generation Xers (born between 1965 and 1976).  There is less written 
and understood about the 75 million people classified as Generation Y or the ―Millennials‖ who were born between 
1977 and 2000.  Generation Y is the second largest generation in the workforce, but far less is known about them 
than their predecessors. All four generations are currently experiencing and impacting the workforce, and it is not 
clear what this influx of Millennials into the workforce will mean for organizations.   
 
According to Jennifer Deal (2007), employees from all generations present in the workplace have similar 
values, but they may differ in their behaviors around those values.  Many individuals in the C-suite (Chief Executive 
Officers, Chief Financial Officers, Chief Information Officers, etc.) are either Baby Boomers or members of the 
Silent Generation.  A number of middle managers are Baby Boomers or Generation Yers.  Most of the Millennials 
are just entering the labor force and occupy lower positions in the organization.  They are, in fact, the future of the 
organization.  Therefore, it is imperative that we understand more about the Millennials, the way they think, what 
their values are, how they view themselves and others in the workforce.    
 
What is currently known about this Generation Y or Millennial group is that they are accustomed to 
constant feedback and compliments; expect to be promoted frequently and to have fast career progression.  They are 
open to the use of mentors and have high expectations of themselves and a higher value of self fulfillment than the 
other three generations.  In addition, this group prefers to work in teams whenever possible, is tolerant toward 
diversity, and is comfortable working with innovative technology (www.vlerick.be.2006).  The Millennials are also 
the first generation to believe that they will not match or exceed the success of their parents.  In addition, Millennials 
are experiencing higher levels of education-related debt than their parents did.   
 
Parents of Millennials are sometimes referred to as ―helicopter parents‖ who are unable to allow their 
children to resolve their own problems and to work out solutions.  Instead, the parents fly into the situation to 
―handle‖ the issue for their student-children and then fly out again.  This approach may render the Millennial less 
able to analyze situations and to come up with workable solutions independently.   
W 
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Even with the opportunity to be ―Baby Boomerangs‖ (where both Generation Xers and Millennials are 
returning to live with their parents after college graduation or marriage failure). Millennials could feel sufficient 
pressure from economic concerns to be more tolerant than they might have been of less-than-ethical behavior.  
Certainly today’s young people see unethical behavior all around them.  It is natural to wonder whether coming of 
age bombarded by news of grand-scale corporate ethics scandals would make Millennials more or less likely than 
older generations to cheat or lie in the workplace.  The popular press has cited some of the better-known misdeeds of 
corporate leaders,  including the deliberate mis-reporting of financial data (a number of companies are having to ―re-
state‖ their data);  the sub-prime mortgage debacle (Wall Street Journal, Business Week, USA Today, NY Times 
and others September 2009 to present), which has impacted a number of financial services organizations (including 
Merrill Lynch, AIG, Wachovia, Bank of America, and others); corporate spying on executives and members of 
Boards of Directors (e.g., Hewlett-Packard); insider trading (e.g., Martha Stewart) and other unethical practices 
(e.g., Enron); sexual misconduct (e.g., former presidential candidate John Edwards); accepting bribes and 
racketeering (indicted Detroit mayor); fraudulent credentials, and the like.   The collateral damage of such individual 
misconduct has also been significant, particularly to the company and its shareholders.  While in some instances, 
criminal legal action has been pursued (Enron, Bernard Madoff and others); in others, further legal action may also 
be pursued.  Sarbanes-Oxley and other federal legislation have been passed to legislate ethical behavior in the 
workplace as a result of these and other scandals. While the Founding Fathers of the United States supported the 
―pursuit of happiness,‖ it is doubtful that they intended the pursuit to be the result of the cessation of moral and 
ethical behaviors and attitudes.  
 
Even in the bastion of elitist sports where ―sportsmanship‖ is an underlying and often-lauded component, 
dishonesty is tolerated, both on and off the playing field.  Tiger Woods’ extramarital affairs, steroid use by Mark 
McGwire, drug use by Andre Agassi to gain a competitive advantage are the latest in a long list of sports scandals 
(see tabloids, People Magazine November 2009 to present).  In addition, 82% of CEOs said that they lie about their 
golf scores (USA Today, 2008).  While this may seem insignificant, it does suggest that there is a slippery slope 
when it comes to honesty – little acts of dishonesty may push the envelope and blur the boundaries.  New entrants to 
the workplace, such as Millennials, may be tempted to engage in acts of dishonesty which could become more 
significant over time. 
 
Beyond what is going on in business and politics, recent reports suggest that students’ ethics may not be 
that strong either.  HR Magazine (2008) reported that a Jr. Achievement/ Deloitte & Touche USA LLP Survey 
found that 1/3 of teens have goal of succeeding at all costs – 38% of the teens aged 13-18, said that lying, cheating, 
plagiarizing or behaving violently sometimes is necessary.  Perhaps this helps to explain the article in the Raleigh, 
NC, News and Observer (May 1, 2007) that reports a high level of cheating in the college classroom, even at ―better 
institutions‖ of higher learning such as Duke University.     
 
One of the ways educators are attempting to facilitate formation of ethical thinking (which will result in 
ethical behavior) is an initiative by the Association to Advance Collegiate Schools of Business/International 
Association for Management Education (AACSB-IME).  In 1979 AACSB-IME made ethics instruction mandatory 
for all students in business education programs.  Since that time, AACSB-IME has encouraged all schools of 
business to provide even more attention to the breadth and depth of the ethical education and training to which their 
students are exposed.  This organization encourages member schools to ramp up their commitment to and focus on 
ethics awareness and development.  While this renewed focus on ethics is intended to help students formulate high 
ethical standards and to become better corporate citizens, students’ own family backgrounds, media, and the high-
profile, negative behavior of corporate leaders may undermine this initiative. 
 
Given the AACSB-IME mandate regarding ethics instruction, business students may be presented with 
information in the classroom to suggest a higher moral standard, while their personal observation of current events 
and media reports indicate a much different picture in the ―real world.‖  There may, then, be a disconnect between 
what the business students are being taught and what they observe or personally experience.   
 
The above-referenced reports point to the cultural and ethical contexts in which Millennials formulate their 
ethical thinking and develop intentions concerning their behavior.  Millennials are just entering the workforce in full 
numbers, and their intentions to cheat in order to get into graduate schools or to get jobs.  These few studies indicate 
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that students are reporting their actual cheating behaviors in classes, matriculation toward a degree, and overall 
attitudes toward cheating.  Similar to other self-reports of behavior, particularly negative or dysfunctional behaviors, 
there may be a pattern of under-reporting, but students are being at least somewhat ―honest‖ in admitting cheating.  
Don McCabe, Professor of Management and Global Business at Rutgers University argues that we should care about 
cheating because it can affect people’s behavior in later life (News and Observer, Mar 23, 2008).  In addition in his 
2005 study of over 18,000 U.S. and Canadian business school students, McCabe reported that between 47% and 
71% of students reported cheating.  He also found that compared to students in other majors, business school 
students were especially likely to engage in academic misconduct.   
 
In a study conducted by Northwestern Mutual Life Insurance Company, in which 2,001 members of the 
2001 graduating class were surveyed by phone, researchers found that Millennials are selective in how they evaluate 
what is right or wrong (cite source).  For example, this group reported a slightly weaker belief than the general 
population that lying on one’s taxes or resume is morally wrong.  In instances where there is little chance of being 
caught, chastised and punished, their moral standard is even more lenient.  Only 23% of Millennials are likely to 
disapprove of stealing office supplies compared to 52% of the general population.  Only 13% disapprove of telling 
―white lies‖ on occasion and 39% disapprove of keeping more change from purchases than they should, compared to 
29% and 66%, respectively, in the general population.    
 
FABRICATION ON RESUMES 
 
Misrepresenting their achievements in their job search may be the next place, after cheating in school that 
questionable ethics manifest.  Brown (2004) and Sabatini (2006) found that people lie on their resumes for various 
reasons – some want to portray themselves in the best possible light; others see it as a competitive advantage; still 
others think it is a ―little white lie,‖ and no real harm is done.  Some individuals utilize career counseling and resume 
writing assistance in developing their portfolios and resumes, and may represent their credentials to these vendors, 
resulting in exaggeration and outright lying about their backgrounds and accomplishments.   
 
 Some of the high-profile examples of individuals lying or providing misinformation about their 
backgrounds, particularly their level of education, include David Edmondson, CEO of RadioShack (Sabatini, 2006); 
Ronald Zarrella, CEO of Bausch & Lomb and Ken Lonchar, CFO at Vertitas Software (now Symantec) (cite 
source).  David Swanson, CEO of R.H. Donnelley Corporation, was found to have created misleading news releases 
stating that he had a college degree (Wall Street Journal, September 12, 2006).  The revelation of this information 
resulted in some of these individuals being fired or resigning, while others remained in their position with less-than-
stellar reputations.   These cases are in the newspapers and are used as examples in texts and supplemental materials 
to which undergraduate business students are exposed. 
 
 In the general population the rate of lying or misrepresenting oneself in the job search seems to be quite 
high.  The Risk Advisory Group’s findings in 2003 indicated that 65% of curriculum vitae submitted by job 
applicants contained lies, which was a rise of 16% over those reported in 2002 (Hartley, 2004).  The Society for 
Human Resource Management (SHRM) conducted an on-line survey, reported by the New York Times, in which 
44% of the 2.6 million respondents said they had misstated their work experience (Vinocur, 2006).  Furthermore, a 
resume-writing business, ResumeDoctor.com, found one or more ―significant inaccuracies‖ in 43% of resumes it 
screened over a six-month period (Cullen, 2006).   
 
Individuals lie about a number of different factors on their resume and through their interviews.  In a 1998 
survey, SHRM found that 90% of respondents said that they found fabricated references during reference checks.  In 
addition, more than 50% of the applicants they checked either regularly or sometimes lied about length of 
employment (53%) and past salaries (51%).  Others lied about criminal records (45%), former employers (44%), 
former titles (44%), their driving record (33%), academic degrees (30%), credit history (25%), schools attended 
(22%), and social security number (14%).   One background-checking service, InfoLink Screening Services, 
estimates that 14% of job applicants lie about their educational background (Haskell, 2006).  These studies that a 
significant percentage of the population misrepresents themselves in their job search, including fabricating 
information on their resumes. 
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CULTURAL CONTEXT  
 
Another reason that ethics are a topic of interest in today’s workplace is globalization, along with other 
demographic changes. Values differ along cultural and environmental lines, and where values differ, interpretations 
of what is ethical behavior will differ.  Millennials are also coming of age in a more multicultural, multilingual, and 
global environment than prior generations did.  Many of the Millennials studied to date have been Caucasian 
students in predominantly white educational institutions.  The growth of the Hispanic population has resulted in this 
group being the largest racial minority in the United States (U.S. Census, 2006).  The latest census demographics 
indicate that by 2042, Hispanics will be the majority group in the United States, followed by Caucasians, African-
Americans and Asian-Americans (U.S. Census, 2007).  There are wide variations within the Latino (Hispanic) 
culture, as well as great cultural differences between Latinos and both African-Americans and Caucasians.   
 
A multilingual poll conducted by HR Magazine (February 2008) of African-Americans, Hispanics and 
Asian-Americans suggests that considerable tensions exist among these ethnic groups, including mistrust and 
stereotyping—feelings that may spill over into the workplace.  Interestingly, each of these groups indicated that they 
were more trusting of Caucasians than each other.  In fact, 61% of Hispanics, 54% of Asians and 47% of African-
American respondents in this sample would rather do business with Caucasians than members of the other two 
groups.  Approximately 46% of Hispanics and 52% of African-Americans believe that ―most Asian business owners 
do not treat them with respect.‖  Furthermore, 50% of African-Americans feel threatened by Latin American 
immigrants because ―they are taking jobs, housing, and political power away from the African-American 
community‖.  Finally, 47% of Asians and 44% of Hispanics say that are ―generally afraid of African-Americans 
because they are responsible for most of the crime‖ (HR Magazine, March 2008).   
 
One might argue that it is in the best interests of the majority population to create discord among minority 
groups.  In this way, the majority retains its power base and ability to make decisions which impact all groups.  If 
the racioethnic minorities distrust each other and prefer to work with Caucasians, then even when Caucasians are the 
numerical minority they will be in power.  This dynamic played out in South Africa, where the minority group 
(white South Africans) controlled the factors of production and the economy.   
 
In connecting the cultural context with ethics, it may be argued that individuals at the lowest strata of 
society (including racial minorities) are more impacted by unethical behaviors they observe and see rewarded than 
other groups, since they occupy the lowest positions of power and have fewer options available.  Civil and human 
rights groups have also argued that the media portrayals of racioethnic minorities who are individuals ―of interest‖ to 
law enforcement are far more negative than that of Caucasians similarly situated. The criminal justice literature is 
rife with examples of inequitable punishment based on race and ethnicity, coupled with financial resources. For 
example, African-Americans and Latinos have found themselves in the position of being charged with crimes more 
frequently than Caucasians; having the legal system differentially impose prison sentences; experiencing lower 
incidents of plea bargaining where community service is a component; and spending more time in prison for the 
same sentences for which whites are paroled (Esqueda, Espinoza, & Culhane, 2008; The Sentencing Times, 2008).   
This phenomenon may lead racial minority Millennials to believe that there is a greater cost for their getting caught 
in unethical and/or illegal behavior than their white counterparts. 
 
Information from the Department of Labor (2009) indicates that the wage/salary levels for women and 
racial minorities, while improving, still lag behind their Caucasian (male) counterparts.  Racial minorities tend to 
have a lower return on their investment in their own futures than the corresponding investment among their white 
counterparts and have a less positive impact on their careers because of organizational interventions such as 
mentoring (Smith & Calasanti, 2005; Calasanti & Smith, 1998, 2002).  Given the negative opinions and cultural 
inequities reported above, students from racial minority groups face additional pressures and worries which are 
likely to affect their job search upon leaving college.   With this framework, the reported study looks at intentions to 
fabricate on one of the most utilized tools for the job search, the resume and examines attitudes of our Millennials of 
interest to other racial minority groups. 
 
It is a turbulent cultural and ethical context in which all Millennials are developing their professional 
identities; they know that there is a need for them to demonstrate leadership and contribute to rebuilding the U.S. 
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economy.  When new entrants to the workforce have grown up with such vivid exposure to blurred ethical 
boundaries and such deep feelings of threat and mistrust among cultures, there is the potential for significant, 
probably negative, implications for them and the organizations which employ them.    
 
Our study centers on a single group of college-educated African-American Millennials, a racial minority 
group which has not been widely studied.  Researchers set out to learn their likelihood to fabricate their 
qualifications for their job search as well as their attitudes concerning immigration and media image of different 
racioethnic groups.  Little, if any research has been conducted to explore what factors increase the likelihood of 
Millennials’ fabricating on the job search, and none specifically about African-American Millennials at a 
predominantly African-American higher educational institution (HBCU) and their  intention to engage in job search 
misinformation/cheating.  What one discovers about this group might provide additional insight into their future 
experiences in the workplace, how they may work concomitantly with other racial groups, and what impact their 
increased presence may have on whites in the workplace. 
 
Consistent with the research done by Kisamore, Stone, and Jawahar (2007), this study looks at the 
intersection of the cultural factors (both institutional and environmental) and individual factors (age, race, and their 
own ethical framework) and the interaction between them to better understand the intent of Millennials to fabricate 
on their job search.   
 
RESEARCH QUESTIONS 
 
1. To what extent, if any, does this sample of Millennials report their intent to enhance their qualifications 
through fabrication or lies?  If they intend to fabricate, in what areas would they be more likely to fabricate 
during their job search? 
2. What view do the Millennial respondents have toward the workplace presence and/or immigration of other 
racial and ethnic groups? 
 
STUDY SAMPLE 
 
The sample consisted of a group of 245 undergraduate management, marketing, accounting, and liberal arts 
students from a single Master-Level 1 HBCU in the southeastern United States. Approximately 90% of the students 
at the school are African-American.  One hundred percent of the surveys were usable for at least partial analysis 
based on number of responses, completion of demographic data, and verification check.  Individuals were asked to 
self report their race, gender, major, grade point average and date of birth.  All of the respondents were aged 17-24, 
which is considered the ―traditional‖ undergraduate and identifies them as Millennials.  There were 97 men and 148 
women.  The grade point average (GPA) for the 71 males who provided GPA data was 2.907; the GPA for 62 
African-American males was 2.841.  The GPA for the females overall was 3.004658, for 92 African-American 
females who provided GPA data, 3.073. Sixteen of the respondents were Caucasian; 2, Hispanic; 2, Asian, 7, 
―Other‖; and 3 ―Not applicable.  Twelve individuals did not respond to the ―race‖ question.  The remainder of the 
respondents (203) were self identified as African-American.  Only the data from the 203 African-American 
respondents will be utilized because of small cell sizes for other racial groups.  
 
RESEARCH MEASURES AND METHODS 
 
 The students responded to a pen-and-paper survey and were given course credit for its completion and extra 
credit for having other students across the campus complete the survey.  The respondents provided contact 
information, since they were told that the faculty member might check to confirm that they had filled out a survey 
but that no individual would be linked to a particular survey.  When the surveys were returned, they were combined 
as a group and the surveys were numbered in sequential order by the researcher.  Then the lead researcher randomly 
selected 20% of the names of the ―other/non-administering‖ students to confirm that they had, in fact, completed the 
survey.   No one in the validation sample denied having completed the survey.   
 
The survey asked students to identify what, if anything, they would lie about as they pursue professional 
career opportunities.  In particular, they were asked to rank several items in order in which they would be most 
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likely to embellish the truth.  They were given a list of eight possible variables on which employment decisions were 
made and were asked to respond in terms of how likely they would be to fabricate information about that item in 
their job search. 
 
The respondents were also able to add a ninth category in which they might fabricate on their resume.  The 
items for potential fabrication were:  Grade point average, work experience, extracurricular activities, organizational 
activities, awards and honors, references, career objectives and previous salary.   
 
The response categories were 1 = very unlikely to fabricate; 2 = (un)likely to fabricate; 3 = would probably 
not fabricate; 4 = likely to fabricate; and 5= very likely to fabricate.  There were also three open-ended questions 
asked about respondents’ view on U.S. immigration policy and media portrayals of minorities.  Those questions 
were (1) There are many attempts to reform immigration policy in the United States.  Which groups do you feel 
should be restricted in terms of entering the United States?‖ (2) ―Which group(s) do you feel would be most 
disadvantaged by any increase in restrictions around immigration?‖ and (3) ―Which race has the highest favorable 
media coverage in the United States?‖  Question three was analyzed, but it is not linked to the literature review. 
 
 There were insufficient numbers of white students to be able to compare the results to African-American 
students and to have a strong degree of certainty that the results are meaningful.  The remaining surveys were 
analyzed using descriptive statistics for race, gender, major, year in college, GPAs, likelihood of fabricating, 
categories of fabrication.  Qualitative analyses were used for the open-ended questions. There was no statistically 
significant difference in the reported GPAs of males (2.907) and females (3.005).  
 
RESULTS 
 
Question 1 
 
Only about 20% of the respondents were either likely or very likely to fabricate their GPA, while 41.35% 
were very unlikely to fabricate the GPA.  Approximately 12% were likely to fabricate the GPA, while almost 8% 
were very likely to fabricate the GPA.  A total of almost 80% stated they were not likely to fabricate their GPAs 
(―very unlikely, unlikely, or probably would not‖ fabricate GPA).  Slightly over 21% were likely to embellish their 
work experience, while 79% were unlikely.  Less than 20% of respondents were likely to modify their 
extracurricular activities (~18%); 27.5%, their organizational activities, 24%, their awards and honors; 20% their 
references, and 21% their career objectives.  Less than 20% (19%) were likely to fabricate their salary history.  Even 
omitting response category ―2‖ from analysis, where 20% of the responses resided, overall, less than half of the 
students were willing to fabricate on any of the items. 
 
 
Table 1 
Race Gender N GPA Gender GPA 
African-
Americans 
Male 
Female 
62 
92 
2.841 
3.073 
Female 3.005 
Caucasians Male 
Female 
4 
4 
3.013 
3.081 
Male 2.907 
Latinos Male 
Female 
1 
1 
N/A 
N/A 
N =  97 Males; 
148 Females 
– Not all disclosed GPA Asians Male 
Female 
4 
 
 
Others (Lumped) Male 
Female 
2.598 
3.246 
 
 
 
Question 1b 
 
For the purposes of this research, ―subjective variables‖ are ―Work experience, references, career 
objectives, extracurricular and organizational activities.‖  ―Objective variables‖ are GPA, awards and honors, and 
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salary.  The results are shown in Table 2.  Hypothesis 2 is partially supported.  The students are less likely to 
fabricate GPA, References and Salary than other listed factors.  However, ―Awards and Honors‖ was the second 
most likely area that students were likely to fabricate.  GPA and salary are easily verified.  Formal institutional 
awards and honors are verifiable, but students may ―create‖ other awards and honors for which verification might be 
extremely problematic. 
 
 
Table 2:  Frequencies and Percentages of Responses 
Response  
Question 
1 very 
unlikely to 
fabricate 
2 = (un)likely 
to fabricate 
3 = would 
probably Not 
fabricate 
4 = Likely to 
fabricate 
5 = very 
likely to 
fabricate 
Total 
GPA 98 = 41.35% 28 = 11.81% 65 = 27.43% 28 = 11.81% 18 = 7.59% 237 
Work Experience 88 =  35.63% 40 =  16.19% 67 = 21.13% 32 = 12.96% 20 = 8.1% 247 
Extracurricular 
Activities 
78 = 25.74% 45 =  14.85% 60 = 19.8% 32 =  10.56% 22 = 7.26% 303 
Organizational 
Activities 
82 = 34.74% 37 = 15.68% 54 = 22.88% 39 = 16.53% 24 = 10.17% 236 
Awards and honors 95 = 40.08% 25 = 10.55% 62 = 26.16% 25 = 10.55% 30 = 12.66% 237 
References 91 = 38.4% 43 = 18.14% 55 = 23.21 26 = 10.97% 22 = 9.28% 237 
Career Objectives 88 =  35.63% 46 = 18.62% 61 =  24.7% 29 = 11.74% 23 = 9.31% 247 
Salary 81 = 32.66% 45 = 18.14% 73 = 29.43% 27 = 10.89% 22 = 8.87% 248 
Columns do not total 100% because of rounding.  Students could choose more than one category. 
 
 
Ethics instruction for all students was conducted in small portions in humanities and social science courses 
included in the general education curriculum.  The ethics instruction for business students did not occur until their 
junior or senior year.  Our survey had a cross-section of individuals at different academic levels.  Therefore, we 
cannot know what impact, if any, the AACSB-required ethics education had on the formation of ethical values 
versus discussions of ethics in literature, political science, humanities and other courses.   
 
Question 2a 
 
The qualitative results were very interesting and are reported here.  A little more than half of the sample 
provided responses to the open-ended questions.  There were 124 responses to Question 2a, ―There are many 
attempts to reform immigration policy in the United States.  Which groups do you feel should be restricted in terms 
of entering the United States?‖  The racial or national origin categories were not provided for the students.  Their 
qualitative responses were analyzed based on the terms they used to describe their own or other racial groups.  Fifty-
three of the students or 42.7% felt that Latinos or Mexicans should be restricted in terms of entry to the United 
States.  Fifty-eight students or 46.77% felt that no restrictions should apply.  Three students (2%) felt that Middle 
Easterners should be barred, one that terrorists be barred.  Two (or 1.6%) thought that Japanese or Asians should not 
be allowed into the United States.  The other students left this answer blank.   
 
A second question (Question 2b) asked ―Which group(s) do you feel would be most disadvantaged by any 
increase in restrictions around immigration?‖  The one hundred responses were similar, with Hispanics/Mexicans 
making up 75% or seven-five responses; Asians, 10% (10 responses), and African-Americans, 11% (11 responses), 
and Haitians identified three times or (3%).   
 
The third question (Question 2c) asked which race had the highest favorable media coverage in the United 
States.  There had been a major incident in the local news concerning the way that certain groups were categorized 
by the media.  This question tested their knowledge of current events and their perceptions of how the media viewed 
them as racial minorities.  Over 179 students responded to this question, and 117 (65.4%) felt that Caucasians 
received the most favorable media coverage, followed by 54 (30.2%) for African-Americans, 6 (3.3%) Asians and 2 
(1.11%) for Hispanics.  African-Americans were identified as the group having the lowest level of favorable media 
coverage, followed by Hispanics, Caucasians, Native Americans, Asians and Middle Easterners (116, 27, 11, 6, 4, 
and 3, respectively).  A total of 167 responses were recorded, and the percentages in the same order are 69.5% for 
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African-Americans; 16.2% for Hispanics; 6.6%, Caucasians; Native Americans, 2.4%; and Middle Easterners, 1.8%. 
 
DISCUSSION 
 
 Our results were inconsistent with other studies that looked at cheating behavior by Millennials.  The 
reported values of these respondents as self-revealed indicate that despite the competitive environment and perhaps 
because of what they see in terms of corporate America, they are less likely to engage in these specified fabrications 
than the literature indicated about job seekers in general.  This university is located in the ―Bible Belt‖ and many 
students have expressed strong, active religious practices (particularly Christian beliefs and values).   
 
Many of the items listed for potential fabrication are those that are easily verifiable as well.  Students were 
asked for their names and contact information, and that may have predisposed them to respond in particular ways.  
The Office of Career Services is able to check GPAs for students who wish to apply for specific positions on 
campus.  Finally, the Academic Integrity Code at the University is also strongly enforced, and the penalty for 
cheating is significant. 
 
It is possible that either we did not sample enough individuals to determine a pattern of lying among the 
administering students; the use of the list of student names, e-mails and phone numbers was a deterrent; or the 
students truly did not have a predisposition to lie about having administered the survey.  It is equally possible that 
the students responded truthfully and that their knowledge of the consequences of untruthful behavior having a 
differential impact for them versus their Caucasian counterparts served as a deterrent for them.  Because we did not 
have a sufficient sample of other races, we cannot definitively state if our sample’s responses were unique to 
African-Americans or consistent with students who self selected this particular institution.  The numbers of other 
groups (Caucasians, Latinos, and Asians) was so small, that their presence in the table for Questions 1a-1c did not 
make a difference in the results. 
 
As expected based on the currency of the news blitz targeting Hispanic and African-American suspects, 
African-Americans readily identified the negative media portrayals of themselves and Hispanics.  In addition, they 
were in tune with the difficulties that Hispanics have, but they did feel that immigration should be restricted for this 
group.  When Hispanics became the largest minority group in the United States, this displaced African-Americans as 
the largest minority group (and with it the associated attention, political clout, and funding) and changed the balance 
of power.  Additionally, while African-Americans and Hispanics had previously enjoyed more collegial 
relationships, there seems to be a different attitude toward each other now.  The push toward adding Spanish as a 
national language after the negative publicity concerning ―Ebonics‖ and the requirement to learn Spanish to gain 
entrée into the business world are two factors that widen the chasm between African-Americans and Hispanics. 
 
This is preliminary data from a demographically restricted sample.  It does provide additional insight into 
this population and their attitudes toward the world of work and other groups within the workplace.   
 
This research provides an additional lens through which to view the attitudes and intentions of Millennials.  
It adds data to the current literature and provides more depth as it relates to one racioethnic minority group.  In 
addition, it provides a cultural context to which other researchers may not be privy, that of the Historically Black 
College or University (HBCU) from which the majority of African-American college graduates hail and are a key 
source of applicants for employers. 
 
Finally, this research provides insight into attitudes of new entrants to the workforce who are part of the 
second largest racioethnic minority population.  This insight might provide guidance in framing initiatives to 
successfully manage issues with which employers are grappling, such as employee engagement, organizational 
commitment, unplanned turnover, and performance management.   
 
This study will be replicated at several majority institutions, where there will be high numbers of 
Caucasians and at least 10% African-American population as well as 10% minority population.  If the sample 
represents that distribution, we would be able to make the cross-race, cross-cultural comparisons.  In addition, the 
response category ―2‖ will be corrected to reflect the researcher’s intentions.  Furthermore, we will need to control 
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for academic level and student’s matriculation in other courses which have an ethical component as well.  A pre-test, 
post-test type model could be helpful with a longitudinal study.  However, maturation effects may also obfuscate or 
intensify the impact of ethical training.  That in itself is a research question.   
 
From a practical standpoint, it is interesting to note if any differences exist.  If the group of respondents 
who are not African-American and who did not self-disclose race are combined, 42 students would fall into that 
category, with the remaining 203 students self-identified as African-American.  A second question arises, do the 
values of the Caucasian students more closely mirror those of the African-American students, since the Caucasian 
students selected an HBCU and interact predominantly with African-American students in the classroom, athletics 
and student organizations.  This is an interesting question for future research. 
 
This research can be extremely useful for business organizations as they begin to embrace the Millennials 
in their workplace.  This research provides additional insight that despite Millennials’ desire to work in groups and 
to be mentored, cross-cultural considerations still are a factor.  As the minority composition continues to grow and 
change, the organization needs to be prepared for cross-cultural conflict that might look very different from 
racioethnic minority group versus Caucasian conflict.  The legacy of slavery which still impacts African-American 
and Caucasian interactions are not relevant for Latinos.  Power and privilege dynamics still operate as long as 
Caucasian males dominate the leadership in organizations.   Finally, both the ways of motivating and rewarding 
individuals in organizations may also need to be reevaluated.  What is viewed as excellence from one cultural 
perspective may not apply equally in another cultural context.  The need for excellent communication in which 
individuals are valued becomes increasingly important for continued organizational success in an increasingly 
diverse and turbulent economic environment.  
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